North Hempstead Housing Authority and North Hempstead Housing Authority Unit 7249, CSEA, Local 1000 AFSCME, AFL-CIO, Region I, Nassau Municipal Employees Local 882 (2005) by unknown
 
NYS PERB Contract Collection – Metadata Header 
 
This contract is provided by the Martin P. Catherwood Library, ILR School,  
Cornell University.  The information provided is for noncommercial educational use only.   
 
Some variations from the original paper document may have occurred during the 
digitization process, and some appendices or tables may be absent.  Subsequent 
changes, revisions, and corrections may apply to this document. 
 
For more information about the PERB Contract Collection, see 
http://digitalcommons.ilr.cornell.edu/perbcontracts/ 
 
Or contact us: 
Catherwood Library, Ives Hall, Cornell University, Ithaca, NY 14853 
607-254-5370    ilrref@cornell.edu 
 
 
Contract Database Metadata Elements   
 
Title: North Hempstead Housing Authority and North Hempstead Housing 
Authority Unit 7249, CSEA, Local 1000 AFSCME, AFL-CIO, Region I, Nassau 
Municipal Employees Local 882 (2005) 
 
Employer Name: North Hempstead, Village of, Housing Authority 
 
Union: North Hempstead Housing Authority Unit 7249, CSEA, AFSCME, AFL-CIO, 
Region I 
 
Local: 1000, Nassau Municipal Employees Local 882 
 
Effective Date: 01/01/05     
 
Expiration Date: 12/31/09 
 
PERB ID Number: 8906   
 
Unit Size:  
 
Number of Pages: 74 
 
 
For additional research information and assistance, please visit the Research page of 
the Catherwood website - http://www.ilr.cornell.edu/library/research/ 
 
For additional information on the ILR School - http://www.ilr.cornell.edu/ 
AGREEMENT 
Between the 
TOWN OF NORTH HEMPSTEAD 
HOUSING AUTHORITY 
And the 
CSEA - TOWN OF NORTH HEMPSTEm 
HOUSING AUTHORITY UNIT 
JANUARY 1,2005 - DECEMBER 3 1,2009 
R E C E I V E D  
NYS PUBLIC EMPLOYMEW 
RELATIONS BOARD 

Section VII . 
A . 
B . 
C . 
D . 
E . 
Section VIII . 
A . 
B . 
C . 
Section IX . 
Section X . 
A . 
B . 
C . 
D . 
E . 
F . 
Section XI . 
A . 
3 . 
C . 
D . 
E . 
F . 
G . 
Section Xll . 
A . 
3 . 
C . 
D . 
E . 
....................................... Holiday and Work Performed on Legal Holidays 9 
..................................................................................... PAID HOLIDAYS i.9 
COMPUTATION OF HOLIDAY PAY ............................. .. .................... -10 
SPECIAL HOLlDAYS .............................................................................. 10  
FLAG DAY ............................................................................................... 1 0 
CHRIS TMASME W YEAR'S DAY ......................................................... 1 0 
Compensation .............................................................................. - ............ 1 0 
HALF STEPS ................................. ; ........................................................... 10  
DENIALdDISAPPROVAL OF ANNUAL INCREMENTS ..................... 11 
LONGEVITY ............................................................................................ 11 
Mileage Allowance ................................................................................... 1 
Grievance Procedure .............................................................................. 1 2  
DEFQiJITION ............................................................................................. 12 
GRIEVANCE PROCESS ......................................................................... -12 
EXCLUSIVE MEANS OF RESOLVING GREIVANCE ........................ 13 
PRECEDENTIAWARD OF DAMAGES ................................ ............... 13 
TIME LlMITS ........................................ : ................................................. -13 
BY PASS OF STEPS ................................................................................. 13 
CSEA . Management Committee ........................................................... .. 13 
ESTPrBLBHMFNT OF COMMITTEE .................................................... 13 
REVIEW OF STEP 2 GRIEVANCES ...................................................... 13 
FUNCTION AS A FORUM ...................................................................... 13 
MEETING ........................................... ;. ............ .. ........................... 1 3  
COMPENSATION ............................................................................ ...... -14 
DETERMTNATION .................................................................................. 1 4  
PROCEDURES/HEARINGS/INVESTIGATIONS .................................. 14  
. * . .  D~scrphary Procedure .............................................................................. -14 
CIVIL SERVICE LAW ............................................................................ 1 4  
HEARING NOT REQUIRED .................................................................. -14 
PROCEDURE ........................................................................................... ;14 
PENALTIES ........................................................ : ..................................... 15 
APPEAL ..................................................................................................... 15 
Section XIII . No Strikes ................................ .-. ................ i .  .............................................. 16 
Section XTV . Past Practice Clause ................................................................................... 16 
Section XV . Housing Authority Affairs ......................................................................... 16 
Section XVI . Miscellaneous ............................. .. .......................................................... 16 
A . EMPLOYEE SENIORITY/LAY-OFFS AND REHIRING ...................... 16 
3 . HEALTH AD SAFETY ................... .....; ................................................. -18 
. . 
11 
MEDICAL. DENTAL AND OPTICAL BENEFITS ............................... 19 
NEW EMPLOYEES ................................................................................. 1 9  
PERSONNEL FILES. EVALUATIONS AND VACANCIES ................. 20 
UNION BUSINESS ...................................................... ....A. .................... -20 
. ...................................................... DRESS CODE ................................... ; 20 
PAYROLL CHANGE ....................... '.. ..................................................... -21 
................... ............................................................ CREDIT UNION ,.. 21 
COFFEE BREAKS ................................................................................... -21 
AUTHORITY VEHICLES ....................................................................... -21 
UNION-MANAGEMENT QUALITY COMMITTEE ............................. 21 
L.E.A.P. EDUCATIONAL PLAN ............................................................ 21 
BLOOD DRIVES ...................................................................................... 22 
AMERICANS WlTH DISABILITIES ACT ............................................. 22 
Section XVII . Partial Invalidity ......................................................................................... 22 
. ........................................................................................... Section XVIII Zipper Clause -22 
Section XIX . Statement Pursuant to Section 204-a of the Civil Service Law ................. 22 
..... Section XX . Term of Agreement ............................................................................. : 23 
APPENDICES: 
APPENDIXA Medical. Dental and Optical Benefits ................ .. ........................ 25 . 
APPENDIX B Sexual Harassment Policy ............................................................. 32 
APPENDIX C Salary Schedules ......... .. ................................................................. 36 
APPENDIX D Drug and Alcohol Policy ........... '. ................................................... 54 
THIS AGREEMENT, effective as of the - day of September 2007, between the TOWN 
OF NORTH HEMPSTEAD HOUSING AUTHORITY, a public employer (hereinafter referred to as 
the 'Zmployef' or "Authority"), and the CIVIL SERVICE EMPLOYEES ASSOCIATION, INC., 
LOCAL 1000, AFSCME, AFLCIO/REGION I, NASSAU MUNICIPAL EMPLOYEES LOCAL 
#882, TOWN OF NORTH HEMPSTEAD HOUSING AUTHORITY UNIT #7249, having its 
principal office at 143 Washington Avenue, Albany, New York 1221 0, and its Town of North 
Hempstead Housing Authority Unit (hereinafter referred to as the 'Union" or "Association"). 
W I T N E S S E T H :  
WHEREAS, it is the intent and purpose of the parties to this Agreement to promote 
harmonious and cooperative relationships between the government and its 'employees and to protect 
the public by assuring, at all times, the orderly and uninterrupted operations and functions of the 
government; 
NOW, THEREFORE, in consideration of the premises, it is mutually agreed between the 
parties hereto as follows: 
Section I. Recognition 
The Employer recognizes the Association as the sole and exclusive negotiating agent for all 
covered Employees of the Employer, in all matters pertaining to salaries, benefits, and other 
conditions of employment for the term of this Agreement. 
A. DUES. 
The Employer agrees to deduct on each payday fiom a l l  employees who are members of the 
Association dues of the Civil Service Employees Association, Inc., upon presentation of dues 
deduction authorization cards signed by the individual employees as required by Section 93-b of the 
Municipal Law. The Empbyer agrees to forward the full amount of such deductions to the civil 
Service Employees Association, Inc., 143 Washington Avenue, Albany, New York 12210. 
B. AGENCY SHOP FEE 
The Authority agrees, that should the New York State Legislature repeal the Agency Shop Fee 
legislation, the Authority and the Union will reopen negotiations on Agency Shop Fee language for 
the term of this Agreement. The Authority also agrees that in any event the Authority will continue 
to adhere to the provisions of the Agency Shop Fee legislation cwently in effect and will do so for 
the duration of this Agreement unless the parties agree to contract language on Agency Shop Fees. 
C. COVERED EMPLOYEES 
This contract shall be binding on all employees of the Authority except unclassified, part-time, 
seasonal, temporary and exempt employees as, classified by the Nassau County Civil Service 
Commission. 
Section II. Benefits 
The Employer agrees to provide Medical, Dental, and Optical Benefits as more l l l y  set forth in 
Section XVI (C) and Appendix A hereto. 
Section III. Overtime 
A. HOURS 
All covered employees shall be paid for all hours worked in excess of the regular work day which 
shall be considered overtinie and shall be paid for as set forth below. 
1) All overtime work performed in excess of 8 hours per day shall be paid for at time and 
one half in cash (in the form of a checlr). 
2) All overtime work performed between 6 % hours and 8 hours per day shall be paid at 
time and one half in compensatory time (office staff only). 
3) All overtime work performed between 4 hours and 6 % hours per &y shall be paid at 
straight time in compensatory time (office staff only). 
4) Notwithstanding any other provision in this Agreement, all compensatory time 
aa;umuIated prior to October 1 in a given year must be used prior to December 3 1, of 
that year. However, compensatory time accumulated after October lSt of a given year can 
be carried into the next year. In the event use of such compensatory time earned prior to 
October I* is denied, in writing, so that it can not be used by the end ofthe year, such 
time will be carried into the following year. 
The Union is to be informed of the overtime policy for all Employees. In addition there shall be 
overtime rotation lists that shall provide for the equal distribution of overtime among Employees in a 
Department who have the same job title. 
C. EMPLOYER DISCRETION 
Determining the need for overtime services and the nature of these services is .solely at the discretion 
of the Employer. 
D. NO OVERTIME 
Insofar as is practicable, there shall be equal distribution of overtime among employees who have 
the same job titles, by location and department. However, if an employee uses "personal" time 
(without the required five (5) day notice) or any "sick" time during any pay-period, the Executive 
Director may withhold assigning any overlime to such an employee during said pay-period. 
E. OVERTIME COMPENSATION 
An employee called in for overtime will receive compensation for the actual time worked or fifteen 
(1 5) minutes, whichever is greater. 
Effective December 18,2006, an employee called in for overtime will receive compensation for the 
actual time worked, or 30 minutes, whichever is greater. 
F. MEAL ALLOWANCE 
Hourly employees who work more than 12 hours continuously and annual employees who work 
more than 10 % hours continuously shall be paid $9.00 for meal allowance. 
G. HOUSING 
Apartments will be provided for those members of the maintenance staff receiving them as of 
September 15,2003. 
H. SCHEDULING 
All full-time permanent employees shall be entitled to two (2) consecutive days off 
within a workweek and may be required to work more than five (5) consecutive days. 
Any employee may waive this benefit, but shall do so not less than three (3) business 
days prior to c r e a h  of the department work schedule. It shall be the duty of any 
employee not waiving said benefit to notify the Executive Director. This provision shall 
not apply to any employee for any week in which said employee has been paid for 
overtime work. The Executive Director shall notify an employee of a change in shift or 
changes in scheduled workdays at least three (3) business days prior to such change; the 
notice will be suf3icient if it is posted at employee's facility. The notification 
requirement will not apply in emergency situations, such as where the department has 
inadequate stafting due to unanticipated absences. 
2. There shall be two (2) work schedules for the Blue Collar Workers: 8:00 a.m. - 4:30 
p.m. and 12:OO p.m. - 8:30 p.m., Monday - Friday. 
Section IV. Personal Leave, Vacation Time, Bereavement Leave 
A. PERSONAL LEAVE 
1. Each employee shall be entitled to five (5) days of personal leave per mum credited as 
of January 1 of each year of this Agreement. The personal leave herein provided shall be 
for the conduct by such employee of hidher personal business, including religious 
observance, and shall be granted without charge against accumulated vacation. Five (5) 
days notice of the taking of such personal leave, or any part thereof, shall be given to the 
Executive Director except in cases of emergency. In the event of such an emergency, the 
employee shall request emergency personal leave in writing to the Executive Director and 
shall specify the general nature of the emergency. 
2. Unused personal leave at the end of the year shall be added to vacation leave, subject to 
the accumulation r d c t i o n s  set forth herein. 
3. The parties agree that personal days credited to an employee as of January 1 of any given 
year are for an employee's use during the entire calendar year. For new employees hired 
during any calendar year or if an employee does not complete that calendar year in the 
employ of the Authority for any reason, personal time shall be prorated 
If an employee thereby is determined to have taken in excess of the personal time thus 
computed, the Authority may charge back for the excess time taken and may deduct any 
amount owed to the Employer h m  the employee's k a . 1  paycheck. 
New Employees hired on or after January 1, 1996, will receive four (4) personal days. 
Employees hired on or after January 1,200 1, shall receive two (2) personal days, which 
may not be carried over. 
B. VACATIONS 
1. All fizll-time, permanent employees will be entitled to vacation time in accordance with 
the following schedule: 
Lenerth of Service as of January 1 
Less than one year 
At least one year 
At least two years 
At least three years 
At least four years 
At least five years 
At least six years 
At least seven years 
At least eight years 
At least ten years 
At least fifteen years 
Vacation Davs 
13 
14 
15 
16 
17 
18 
19 
20 
2 1 
22 
23 
For the purposes of computing vacation time only, any employee who began full-time 
employment prior to July 1 of any year will be credited with a hll year of employment 
for that year. 
2. All vacation shall be taken within the calendar year except as provided in paragraph 3 
hereof, and the number of eligible vacation days shall be determined by the length of 
service with the Authority as above specfied, completed as of January 1 of that year. 
3. Vacation time provided may be accumulated and carried over by any employee up to a 
maximum of 77 days as of December 31 of any year. For employees hired on or after 
December 18,2006, vacation time provided may be accumulated and carried over by any 
employee up to a maximum of 46 days as of December 3 1 of any year. 
4. Scheduling of vacation, including the continuity thereof, shall be at the discretion of the 
Executive Director. Vacations in excess of two consecutive weeks shall not be permitted.. 
At least once in each calendar yea. the Executive Director shall require all employees in 
the particular department to submit requests for vacation in writing. 
Vacation requests shall be approved or disapproved by the Executive Director in writing. The 
Association recognizes the right of the Employer to prohibit vacations in certain departments during 
certain seasons or periods. If the Executive Director notifies an employee that a previously- 
approved vacation may not be taken as approved, the employee, at hidher option, may request 
rescheduling of that vacation within the same calendar year or may take that vacation as 
compensatory time in the next succeeding calendar year, notwithstanding any other provisions of the 
Agreement or past practices to the contrary. 
C. BEREAVEMENT LEAVE 
All employees shall be entitled to three (3) days bereavement leave for a death in the immediate 
family at the time of death or memorial services. Immediate family shall be defined to include a 
husband, wife, child, step child, parent, step parent, sister, step sister, brother, step brother, 
grandparent, grandchild, mother-in-law, father-in-law, son-in-law, and daughter-in-law. All 
employees shall be entitled to one (1) day bereavement leave for the death of a brother-in-law, sister- 
in-law or spouse's grandparents at the time of such death or memorial service. Such time shall not 
be~accumulated from year to year. The Executive Director may request reasonable documentation to 
verify that the leave taken is covered by this section. 
D. APPROVAL OR DISAPPROVAL OF REQUESTED VACATION OR LEAVE 
If an employee requests vacation or compensatory time, in writing, the Executive Director or hisher 
designee must notify that employee, in writing, within three business days, if the vacation or 
compensatory time is granted or rejected. Long-range vacation requires made between January 1 
and March 1 do not have to be answered until three (3) business days after March la. 
Section V. Sick Leave, Terminal Leave, and Other Leave 
A. SICKLEAVE 
Each covered employee shall. be eligible for sick leave as follows: 
1. Each employee in the service of the Employer less than one (1) year shall be entitled to 
one-half (%) sick day leave for each biweekly pay period. 
2. Each employee ixi the service of the Employer one (1) year or more shall be entitled to 
thirteen (13) days sick leave annually which may be accumulated for each additional 
completed year of service. Employees hired on or after January 1,l996, shall receive ten 
(10) sick days per year. At retirement or resignation, the employee may sell back to the 
Authority 10% of accumulated sick days between61 days and 149 days, and 15% of all 
accumulated sick days in excess of 149 days. 
3. Unused sick leave may be utilized as additional service credits for retirement purposes on 
a calendar-day basis up to a limit of 165 days. 
4. The Executive Director may grant an employee, in addition to regular sick leave as above 
provided, such supplemental sick leave at one-half (%) pay .as the Executive Director, at 
hidher discretion, shalldetermine, not to exceed however, in total a supplemental period 
equal to two (2) pay-periods for each year of service heretofore or hereafter completed. 
The one-half pay supplemental sick leave, as provided for herein, shall not be granted 
until such employee shall have expended all regular sick leave, vacation, personal leave 
days, and other authorized leave. Any employee who qualifies for and is denied half pay 
by the Executive Director can appeal that decision to the Board. 
5. The Executive Director may, after four (4) consecutive working days, require that a 
Doctor's Certificate or other verification of illness fiom a Health Care Professional 
' satisfactory to the Executive Director be presented for any absence to be allowed as sick 
leave. Notwithstanding the above, a doctor's note may be required at any time there are 
reasonable grounds to believe that sick leave is being abused. The Authority shall not be 
arbitrary and capricious. Sick leave may be used for medical, dental, or optical 
examination upon written proof of such examination being forwarded to the Executive 
Director and when such exams may only be scheduled during work hours. 
6. Any employee who has accumulated more than 13 sick days may utilize sick leave for 
the illness of a family member living in the employee's household, provided that the 
employee provide a Doctor's Certiiicate or other verification fiom a-Health Care 
Professional of the family member's illness satisfactory to the Executive Director. Use of 
such leave for the family member shall not be allowed whenever the employee's 
accumulated sick leave falls below 14 days. Use of sick leave for illness for household 
family members shall be limited to a maximum of ten (1 0) days per year. 
7. Any full-time, permanent employee in the employ of the Authority for the whole calendar 
year who has not used any sick time during that year may sell to the Authority, for cash, 
four (4) days of his/her accumulated sick time; an employee who used one (1) sick day 
may sell back three (3) sick days; a n  employee who used two (2) sick days may sell back 
two (2) days; and an employee who used three (3) sick days may sell back one (1) day. 
The Authority will purchase said time fkm the employee at hidher regular hourly rate 
for the year in which it accrued. An eligible employee must exercise said option by 
January 3 1 of the year following hidher eligibility. 
8. The Authority shall establish a voluntary sick leave bank to be administered by a 
management-union committee, with the primary purpose of such bank being for a 
catastrophic situation or illness shortly before retirement. 
B. TERMTNAL LEAVE 
Any employee who dies or terminates service with the Employer for any reason, other than for cause 
prior to taking hidher vacation for the year in which such death or termination occurs, shall be 
. entitled to vacation compensation for that year plus any accumulated vacation days which shall be 
paid to the employee, or, in the case of death, to the legal estate of the decedent in accordance with 
the appropriate law. 
Payment will be authorized and made upon the filing of (i) a certified copy of proof of death or (ii) 
upon receipt of written notice of termination at least two (2) weeks prior to the effective date thereof 
C. OTHER LEAVE 
In addition to such other leave as may be provided herein, or as may be otherwise provided, any 
employee who is a duly authorized delegate or representative of a volunteer firefighters association 
or department, a veteran's organization, or volunteer ambulance corps with the approval of the 
Executive Director may, without loss of salary, attend conferences or conventions of such 
associations, departments, or organizations upon or with the written consent of the Executive 
Director requested and obtained prior to such attendance. If the request is denied or is not answered 
within three (3) business days, then the employee can appeal to the Board. The Board's decision 
shall be binding and final. 
D. LEAVE FOR UNION DELEGATEPRESIDENT 
Elected Union Delegate or Unit President: Union conventions and conferences, up to 12 days per 
year to be granted at the discretion of the Executive Director.. 
E. NON-ACCRUAL 
Vacation, sick, and personal leave do not accrue during absences when an employee is not on a 
regular pay status (i.e,, during no-pay or half-pay leave). 
F. LEAVE OF ABSENCE 
Leaves of Absence for just causes, and not otherwise covered in another provision of this Contract, 
may be p t e d  at the discretion of the Executive Director, and with approval of the Board. 
G. CHILD CARE LEAVE 
Child Care Leave shall be provided with benefits but without pay to employees for up to one year, 
which includes any accmed leave entitlements. Utilization must commence within one hundred and 
twenty (120) calendar days of the birth of a child parented by the employee, or within one hundred 
and twenty (120) calendar days of the adoption by an employee of a child less than five (5) years of 
age. The employee shall not suffer the bss of seniority or increments during this period. No more 
than one marital spouse may be on childcare leave at any one time. An employee shall have 
completed one (1) full year of actual completed service to be eligible for such leave. 
H. JURY DUTY 
1. Jury Duty shall be paid on the basis of the employee's regular shift of work, however, an 
employee must turn over all payments received for such jury service to the Authority. 
2. The Authority shall, at the request of the employee, alter an employee's work schedule so 
that it will coincide with hidher jury duty obligations. 
3. For the purposes of this section, there shall be no obligation on the part of the Executive 
Director to grant auhorized absences for jury duty unless official notification is presented 
by the requesting employee at least two (2) weeks prior to reporting for ordered jury duty. 
I. EMERGENCY RELEASE 
. ,: 
In the event of adverse weather conditions that impair the use of available transportation facilities, or 
for other extraordinary circumstances, the Executive Director or hidher designated representative 
may at hidher discretion direct an employee or group of employees either not to report to work, or to 
leave work. The employee(s) so directed shall be deemed absent with pay and shall not be charged 
for any time and leave credits due to such excused absence. 
Any employee who is required to remain at work after the Executive Director or his/her designated 
representative has dictated that extraordinary circumstances exist for that particular geographic area 
or location within the Authority shall receive equivalent compensatory time off at straight time, hour 
for hour, as the employee who was sent home or directed not to work. This provision does not apply 
to any employee(s) during a period that they are receiving overtime. 
No employee who was previously scheduled off for vacation or reported sick, personal, etc. will be 
entitled to the additional time off provided by this section. 
- 
A victim of a crime occurring on the job who is subpoenaed to testiQ will be allowed necessary time 
off with pay. 
The Authority will send computer readouts of each Employee's accumulations of leave, vacation 
time, etc. to the Executive Director and to the employees twice .a year, in March and September. 
L. AUTHORITY BUSINESS 
Employees who attend court on Authority business, which action is not brought by such employee, 
shall be paid on the basis of the employee's regular shift of work. 
Section VI. Retirement Benefits 
A. ACCUMULATED LEAVE TIME 
Any employee who is eligible to retire may obtain notification as to the amount of any accumulated 
leave time available from the Employer. In addition, the Employer will advise the employee of the 
specific bendts that the Employer provides upon retirement. 
B. RETIREMENT PLAN 
The Employer shall continue to provide for the career retirement plan currently provided by the 
8 
Employer, such retirement plans being authorized pursuant to Section 754 of the Retirement and 
Social Security Law, a s  amended, and also the following benefits: 
1. Section 60-b and Section 360-b relating to Death Benefits; 
2. Section 41-j and Section 344 relating to Unused Sick Leave; 
3. , Section 41-k and Section 341-k relating to World War IZ Military Service; 
4. Section 43 and 343 relating to the transfer to benefits from other authorized retirement 
systems; 
5. Section 80-a through 450 relating to employees who join or rejoin the New York State 
Employees' Retirement System after July 1, 1973; and, 
6. Chapter 890 of New York Article 14 of the Retirement and Social Security Law entitled 
Coordinated-Escalator Retirement Plan (CO-ESC). 
C .  DEATH BENEFIT 
If a covered employee of the Authority dies after 15 years of senice to the Authority, the Authority 
shall provide to hidher estate a death benefit equal to 10% of the cash value of the employee's 
accumulated sick time. If a covered employee of the Authority dies after 20 years of service to the 
Authority, the Authority shall provide to hidher estate a death benefit equal to 15% of the cash value 
of the employee's accumulated sick time. 
This death benefit shall not apply to retired Authority employees or employees who die while on 
unpaid leave. 
D. OTHER BENEFITS 
See also Appendix A. 
Section VII. Holiday and Work Performed on L e d  Holidays 
A. PAID HOLIDAYS 
All covered employees shall be entitled to the following paid holidays: 
New Year's Day 
Martin Luther King's Birthday 
Lincoln's Birthday 
Washington's Birthday 
Memorial Day 
Independence Day 
Labor Day 
Columbus Day 
Election Day 
Veterans' Day 
Thanksgiving Day 
Christmas Day 
The date for observation of these holidays shall be specified in the General Construction Law, 
Section 24. In order to be eligible for paid holidays, the employee must work the last regularly 
scheduled workday before and after the holiday. Days on vacation andlor personal leave shall not 
count as "regularly scheduled days." 
B. COMPUTATION OF HOLIDAY PAY 
Holiday pay for employees who work shall be computed as follows: 
Up to 8 hours - In addition to the paid holiday, time and one-half. 
After 8 hours - 2 l/z time for each hour in pay for each hour worked. 
Holiday is defined as 12:OO midnight to 11159 p.m. "Special Holidays" are not included. 
C. SPECIAL HOLIDAYS 
In addition to the existing holidays there shall be a special holiday on the Friday after Thanksgiving. 
Any employee who is required to work on this day will be paid at their regular rate of pay and in 
addition thereto will receive compensatory time at the rate of one and one-half (1 %) times for each 
hour worked. This shall be the exclusive form of payment for this special holiday and s t a 5 g  
requirement shall be .at the discretion of the Executive Director. 
D. FLAG DAY 
Flag Day shall be a special floating holiday to be taken at the employee's option before December 
3 1 of each year. ' There shall be no holiday pay for working Flag Day itself. Flag Day may not be 
taken nor shall it accrue as a holiday before June 14 of each year. Compensation shall be at the 
normal one (1) day rate. 
E. CHRISTMAS/NEW YEAR'S DAY 
- , Any employee who has to work a regular shift on Christmas Day or New Year's Day when it falls 
on a weekend must also be offered the right to work the Christmas Day or New Year's Day holiday. 
Section Vm. Compensation 
A. SALARY SCHEDULES 
Effective January 1,2005, all employees who were on payroll as of January I, 2005 and 
continuously remained on the payroll as of December 18,2006 shall receive a onetime, off the 
salary schedule lump sum payment of $750. The 2005 salary schedule set forth in Appendix C shall 
be the same as the 2004 salary schedule. 
Effective January 1,2006, employees shall receive a base salary as established by the 2006 salary 
schedule set forth in Appendix C. The 2006 salary schedule shall be computed by increasing the 
2005 salary schedule by 2%. 
Effective January 1,2007, employees shall receive a base salary as established by the 2007 salary 
schedule set forth in Appendix C. The 2007 salary schedule shall be computed by increasing the 
2006 salary schedule by 3%. 
Effective January 1,2008, employees shall receive a base salary as established by the 2008 salary 
schedule set forth in Appendix C. The 2008 salary schedule shall be computed by increasing the 
2007 salary schedule by 3%. 
E f f i v e  January 1,2009, employees shall receive a base salary as established by the 2009 salary 
schedule set forth in Appendix C. The 2009 salary schedule shall be computed by increasing the 
2008 salary schedule by 3.25%. 
B. HALF STEPS 
The step schedule shall include half steps, which may be used by the Authority at its own discretion, 
' 
whether in connection with a change in grade of a .  employee or as part of a merit increase for an 
employee. No employee shall be entitled to receive in any single year more than one and one-half 
steps beyond hidher ordinary step increment. 
C. DENALLDISAPPROVAL OF ANNUAL INCREMENTS 
All annual increments heretofore negotiated and contained in the graded salary plan shall be granted 
and paid in the regular manner and procedure except where the Executive Director disapproved the 
granting of such increment due to any reasonable work related cause such as work performance or 
attendance. Such notice of disapproval shall be in writing, setting forth the reasons for the 
disapprovd, and a copy of such notice shall be served personally or by certified or registered mail on 
the employee (at the address which is on file in the Authority), the Board, and the Association, 
before October 1 (certijied or registered mail is considered served on the day mailed) of the year 
preceding the affected increment. 
The employee must request a hearing before November 1" and the Authority must give that hearing 
before December 1 5 ~  and arrive at a decision before December 3 1". If the employee does not 
request a hearing before November I", he or she waives hidher right to have one. If the Authority 
does not have a hearing by December 15& or a decision by December 31", then it must grant the 
denied increment to the affected employee(s). 
D. LONGEVITY 
Effective January 1,2007, full-time employees shall receive the following annual longevity 
payments based on the number of completed full-time years of service: 
After 10 years of completed full-time service $150 
After 15 years of completed full-time service $250 (total) 
11 
Mer 20 years of completed full-time service $500 (total) 
'Section IX. Mileage Allowance 
Employees who have been authorized by the Executive Director to utilize personal vehicles on 
Authority business shall be reimbursed at the rate per mile for such use in conformity with Federal 
IRS guidelines. Reimbursement shall be upon approval and certification, in writing, of the 
Executive Director. 
Section X Grievance Procedure 
A. DEFINITION 
A grievance is a dispute or difference of opinion raised by an employee or by a group of employees 
(with respect to a single common issue) covered by the Agreement against the Authority involving, 
in the opinion of the Employee(s), the meaning, interpretation or application of the express 
provisions of this Agreement. 
B. 'GRIEVANCE PROCESS 
A grievance shall be processed as follows: 
Step 1. The, aggrieved Employee shall present hisfher grievance to h ide r  Department 
Head or hidher Department Head's authorized representative, If any, within five (5) 
days of occurrence of the alleged grievance. The President of the Union may file 
group grievances if the violation(s) involve@) or could involve a group of 
Employees. In addition, suspending an Employee for up to three (3) days and 
related reprimands can be filed under the grievance procedure. 
The Department Head or hidher authorized representative, if any, shall then 
render a decision within five (5) days. If no decision is made within this time period, 
then the grievance will be deemed to have been denied. 
Step 2. If the grievance is not satisfactorily resolved in Step 1, the Employee may, within 
twelve (12) days of the occurrence of the alleged grievance, submit said grievance in 
writing to the CSEA-Management Committee. The CSEA-Management Committee 
shallthen have thirty (30) days thereafter to make a written determination and advise 
the Employee and Department Head. In the event no determination is made, the 
grievance will be deemed to'have been denied. 
Step 3. (i) If the Employee remains aggrieved after Step 2 has been completed, the 
Employee may appeal to the Executive Director. Such appeal shall be made 
in writing within five (5) business days from the date in which the 
determination of the CSEA-Management Committee is presented to the 
Employee, or witbin five (5) business days from the date in which no 
determination has been deemed made in Step 2. 
(ii) The decision of the Executive Director shall be final, except that an employee 
remaining aggrieved after a decision by the Executive Director may appeal such 
a decision to the court in accordance with the provisions of Article 78 of the 
Civil Practice Law and Rules. 
C. EXCLUSIVE MEANS OF RESOLVING GRJEVANCE 
The grievance procedures established herein shall be the exclusive means by which a grievance shall 
be resolved. 
D. PRECEDENTIAWARD OF DAMAGES 
The settlement of any grievance shall neither be considered as a precedent, nor shall damages be 
awarded in any instance. 
The time limits in any stage of the grievance procedure may be extended by mutual written 
F. BY PASS OF STEPS 
Any step of the grievance procedure may be bypassed by mutual written agreement. 
Section a. CSEA-Management Committee 
k ESTABLISHMENT OF COMMITTEE 
There shall be established for the duration of the Agreement a CSEA-Management Committee, to be 
comprised of four (4) members, two (2) from the CSEA, North Hempstead Housing Authority Unit 
and two (2) fiom the Employer. The two representatives of the CSEA shall be appointed by and 
serve at the pleasure of the President of the North Hempstead Housing Authority Unit of the CSEA, 
the two (2) repr'esentatives of the Employer shall be appointed by and serve at the pleasure of the 
Executive Director of the Authority. 
B. REVIEW OF STEP 2 GRIEVANCES 
The CSEA-Management Committee shall review all Step 2 grievances and report in writing on same 
to the aggrieved employee and the Executive Director. 
C. FUNCTION AS A FORUM 
The CSEA-Management Committee shall be a forum for the exchange of suggestions relating to 
labor matters of mutual concern and interest. The Committee may be viewed as a mechanism 
designed to ensure optimal relations between the CSEA and the Authority Management, thereby 
anticipating and avoiding prospective disputes. 
D. MEETING 
The CSEA-Management Committee will meet in the Authority's Offices approximately once per 
month and as needed to review Step 2 Grievances. 
E. COMPENSATION 
The CSEA-Management Committee members will serve without additional compensation. 
F. DETERMINATION 
The CSEA-Management Committee, acting by a majority of its members, shall make 
det enninations . 
The CSEA-Management Committee may mutually agree to recommend procedures to carry out the 
provisions of this Agreement and may, in the course of its duties, hold hearings, conduct 
investigations, and examine records, which are not required by law to be kept confidential. 
Section XII. Disciplinarv Procedure 
A. CIVIL SERVICE LAW 
Each employee covered under the recognition provisions of this Agreement shall be entitled to the 
procedure and benefits set forth in Sectian 75 of fhe Civil Service Law, in effect on the date of 
execution of this Agreement, except as modified and altered by the Agreement. The procedure 
established herein shall be the exclusive disciplinary procedure for an employee who may be 
subjected to disciplinary charges. 
Should any sentence or clause of Section 75 be read, as contradictory to the Agreement, the 
provisions of the Agreement shall at all times supersede the sentence or clause in question. 
B. HEARING NOT REQUIRED 
The Employer may discipline an employee for incompetency andlor misconduct. The Employer 
shall not be required to conduct a hearing prior to or after a decision to reprimand and/or suspend an 
employee for up to b e e  (3) days without pay. 
C. PROCEDURE 
1. In instances of disciplinary actions other than those enumerated in paragraph B above, the 
Employer shall, in writing, notify the employee against whom disciplinary action has 
been taken, of the specific charges preferred against himiher. Such notification shall be 
delivered in person or sent by certified mail, return receipt requested, to bidher cwent 
address as it appears on Authority records, within five days of the occurrence of such 
disciplinary action. 
2. If the employee wishes to contest said discipline, hdshe shall present hidher objection in 
writing within five (5) days to the Executive Director who within five (5) days or a s  soon 
thereafter as possible shall schedule a hearing and so notify the employee. The employee 
shall be permitted to be represented by counsel, or by a representative of the CSEA, and 
heishe shall be allowed to summon witnesses in hidher behalf. 
3. The hearing officer will be an arbitrator selected using the list only service of the 
American Arbitration Association. The costs of the arbitrator shall be shared equally by 
the Authority and the Union. The decision of the arbitrator shall be final and binding. 
The Unit Union Officer representing the defendant employee will be given necessary 
time off to assist the employee. The Union Representative shall not have the right to 
interfere during the interview but will have the right to confer and advise the defendant 
Employee both before, during and after the hearing, but not so as to interfere with such 
hearing. 
4. Pending the hearing and determination of charges of incompetency or nzisconduct, the 
Employee against whom such charges have been preferred may be subject to one or more 
of the penalties enumerated in paragraph D herein for a period not exceeding thirty (30) 
days, unless an extension of such time is mutually agreed to by the Employee and the 
Executive Director. However, when a hearing has been delayed at the request of an 
Employee or his/her representative, the Employer shall in no instance have any liability 
for the number of workdays for which the Employee sustained disciplinary penalties 
during the delay. 
5. If such Employee is found guilty of the charges, the penalty or punishment shall consist 
of those enumerated in paragraph D herein. If such Employee is acquitted, he/she shall 
be restored to h i h e r  position and provided all the pay and benefits helshe would have 
received had helshe not been charged, less the disciplinary action enumerated in 
paragraph B herein. 
6 .  Notwithstanding any other provision of law, no disciplinary proceeding shall be 
&@ - commenced more than eighteen (1 8) months after the occwence of the alleged 
incompetency or misconduct complained of and described in the charges provided, 
however, that such limitation shall not apply where the incompetency or misconduct 
complained of and described in the charges would, if proved in a court of appropriate 
jurisdiction constitute a crime. 
D. PENALTIES. 
Disciplinary penalties imposed under this Agreement need not be solely limited to those penalties 
enumerated in Section 75(3). Discipline may consist of and shall be limited to one or more of the 
following actions: reprimand; relocation of work place; fine not to exceed $100; loss of 
accumulated and/or future personal, sick, vacation time, overtime; a suspension without pay, 
demotion in title (within progression of title), grade and/or step, annual sal- and/or dismissal from 
Authority service. 
E. APPEAL. 
Any Employee believing himseWherself aggrieved by the penalty or punishment imposed pursuant 
to the Agreement may appeal h m  such determination by an application to the Court in accordance 
with the provision of Article 78 of the Civil Practice Law and Rules. 
Section Xm. No Strikes 
During the term of this Agreement, there shall be no strikes, slowdowns, or lockouts, or any other 
concerted work stoppage or slowdown. 
Section XW.  Past Practice Clause 
With respect to matters not covered by this Agreement, the Authority will not seek to diminish or 
impair during the term of this Agreement any benefit or privilege provided by law, rule or regulation 
for employees without prior notice to the Union, and, when appropriate, without negotiations with 
the Union; provided, however, that this Agreement shall be construed consistently with the fiee 
exercise of rights reserved by the Authority by Section XV of this Agreement. 
Section XV. Housing Authoritv Affairs 
The provisions of this Agreement shall be expressly limited to the benefits and other conditions of 
employment of the Employees and shall not be CBI1SfTUed to restrain or limit the Employer in the 111 
and absolute management of its affairs. It is understood and agreed that the Employer has the 
exclusive right to manage its affairs, to direct and control its operations, and independently to make, 
carry out, and execute al l  plans and decisions which it deems necessary, in its judgment, for its 
welfare, advancement, or best interests of its constituency. Such management prerogatives shall 
include, but not be limited to, the following rights: 
A. to select, hire,.promote, transfer, assign, discharge, discipline, or lay off employees, or 
discontinue their positions, subject, however, to. the Disciplinary Procedure set forth in 
Section XII of the Agreement; 
B. to make rules and regulations governing conduct, appearance, and safety of Employees; 
C. to maintain discipline and efficiency of ~mplo~ees ;  
D. to determine schedule of work, including overtime, except as provided by other 
provisions of the Agreement; 
E. to contract for performance of any of its services and increase or decrease the scope 
thereof; 
F. to install or remove equipment; 
G. to establish and maintain all other work rules and necessary and reasonable operating 
rules and regulations. 
Section XVI. Miscellaneous 
A. EMPLOYEE SENIORlTYLAY-OFFS AND REHIRING. 
1. Lay-Off and Re-Hiring Procedures: 
In the event lay-offs occur, the Authority agrees to conduct this action according to Civil 
Service Law Section 80a and Regulations, by seniority from time of employment, and 
will apply this procedure to non-competitive and labor class employees; notwithstanding 
that such section applies only to the non-competitive class employees in State service. 
Competitive employees will continue to be governed by Civil Service Law Section 80 
and shall have re-hiring rights for forty-eight (48) months. If any covered Employee is 
laid off, there must be a minimum of a two-week notice. Registered or certijied mail 
notification is considered delivered on the day such certification or registration was 
mailed. In addition, any laid off Employee will receive an additional month of benefits 
from the month of termination. 
Persons in Non-Competitive and Labor Class, who have been laid off shall be rehired in 
accordance with the plan set forth in Section 8 1 of the Civil Service Law, 
notwithstanding that such section does not apply to them as matter of law, and M e r  
provided that the re-hiring rights under this section shall expire twelve (12) months after 
the lay-0%. 
The Authority agrees that prior to lay-0% of any employee for economic or 
reorganization reasons covered by the Agreement, the Employer wiII discuss same with 
the Union. Lay-of& however, are to continue at the sole discretion of the Authority, 
unless expressly limited to affect any inherent managerial right of the Authority. 
2. Seniority: 
Seniority will be based on the original date of employment with the Authority for all 
Employees, unless otherwise required by law. 
Abihty, adaptability ad seniority shall prevail insofar as practicable and consistent with 
the needs of the Department including: 
a. promotions in labor and non-competitive jobs; 
b. job assignments; 
c. transfers within a Department regarding proximity of job; 
d. vacancies within the Department. 
Seniority shall prevail in the choice of vacations wherever practicable and consistent with 
the needs of the Department. This shall not be construed as superseding or amending the 
Civil Service, law, not the rules, regulations or determinations of the Nassau County Civil 
Service Commission. 
A covered Employee who is changed from any Authority Department or position to any 
other Authority Department or position, covered by this Agreement, shall be deemed to 
have an initial employment date as of the date of hidher original date of employment. 
An Employee, who has a break in service of less than one year, except as otherwise 
provided by law, shall be deemed to have an initial employment date as of the original 
date of employment. 
Persons on Workers' Compensation, for aperiod up to and including one year from the 
time Workers' Compensation benefits commenced shall not suffer any loss of seniority 
for the purpose of layoEs or increments, as the latter are provided for in this Agreement. 
B. HEALTH AND SAFETY: 
1. The Authority agrees to endeavor to provide safety standards for the protection of 
employees' well being, commensurate within this context, to provide and maintain safe 
and healthful working conditions and to initiate and maintain operating practices that will 
safeguard employees. 
Safety shoes are to be provided to Employees who need them in their work assignments 
with replacements as needed. In addition, an Employee who needs special safety shoes 
because of medical reasons must provide the Authority with acceptable written medical 
verification. If the Authority cannot supply those safety shoes, it will reimburse the said 
Employee up to the maximum allowable amount that it is paying for o ~ E m p l o y e e ' s  
safety shoes in that Department, according to the established bid. A paid receipt must be 
submitted to the Executive Director. Said shoes must meet OSHA standards. Employees 
hired on or after January 1,2000, shall be limited to one per year with a maximum cost of 
$75.00. All employees shall provide receipts in order to be entitled to reimbursement. 
3. Workers' Compensation rules and regulations and policies defined. 
(a) Job related incidenWaccidents, which involve an Employee, must be reported. If an 
Employee is injured or reports an injury, regardless of the circumstances, a report 
must be filed by the Employer on a C-2 form within ten days. 
@) In the case of injury to an Employee covered by this Agreement for which Workers' 
Compensation benefits are paid, a copy of the decision of the Workers' 
Compensation Board shall be sent to the Executive Director. When the Authority 
receives a credit for either a pro-rata or fill amount of the compensation paid to the 
Employee, or former Employee, covering such Employee's period of disability, the 
Employee or former Employee shall be re~redited~with leave in proportion to the 
amount credited to the Authority. Leave recredited to a former Employee after 
hidher termination shall be subject to the provisions of the Agreement concerning 
accumulated vacation time and sick leave for termination purposes. 
(c) No cash benefits are paid for the first seven days of disability. Benefits are payable 
once the disability extends beyond fourteen days. In that event, the worker may be 
due benefits fiom the first day of the injury. 
(d) When an Employee loses time fiom work as a result of a job related injury, said 
Employee must be advised by his foreman or supervisor that he has the option of 
either being paid the uniform Workers' Compensation rate or using accrued sick 
andlor vacation days. This decision rests solely with the Employee and the Executive 
Director should be notified of the choice. 
(e) Any Employee who is both away fiom work and is receiving any Workers' 
Compensation benefits by virtue of employment with the Authority shall receive paid 
coverage under the health, dental and optical plans currently in effect provided 
however that such health. Dental and optical benefits shall be maintained for only one 
(1) year after the Workers' Compensation benefits commenced. Such health, dental 
and optical benefits shall be at Authority expense and on behalf of the Employee and 
his family. No duplication of such benefits shall occur. 
(0 Employees on Workers' Compensation for a period up to and including one (1) year 
h m  the time compensation benefits commenced shall not suffer any loss of seniority 
for the purposes of lay-off. or purposes of increments. 
(g) When an employee is required to take time off for a Workers' Compensation case. 
during histher normal workday (shift), such Employee shall be granted excused leave 
without loss of time or pay for travel, examination and hearing time only, provided 
documentation is previously submitted. 
4. Drug Testing: The Authority and the Union will implement, for all maintenance 
Employees who operate motorized equipment or motor vehicles, which require a license, 
a drug and alcohol testing policy. 
C. MEDICAL, DENTAL AND OPTICAL BENEFITS. 
(See Appendix A) 
D. NEW EMPLOYEES. 
The Union may provide the Employer with informational material with respect to Association 
activities and personnel, and the Employer will provide the President of the Union with copies of 
all Authority Board resolutions hiring new personnel eligible for membership in the Union. 
Notice will be given to the President of the Union of the retirement of employees promptly after 
the Employer receives such notice fiom the employees. 
E. PERSONNEL FILES, EVALUATIONS AND VACANCIES 
1. The Executive Director shall perform an annual written evaluation of each employee. 
Copies of evaluation reports shall be placed in the employee's personnel file. 
There shall be one (1) official personnel file kept for each Employee, which shall include 
all work evaluations. ' 
An Employee shall be permitted, by appointment, to review hidher personnel file 
provided that the employee dates and initials such request as evidence of hidher 
examination. 
The employee shall be given a copy of any material he/she requests fi-om hislher 
personnel file, and may respond in writing to any items to which hdshe objects. Any 
response must be filed within fifteen (15) workdays. Such responses shall become part of 
the Employee's personnel file. 
2. Any derogatory material shall be removed fi-om an Employee's personnel file after three 
(3) years (36 months) unless connected to an ongoing problem or an item, which could be 
considered criminal in nature. This clause also pertains to grievance settlements. 
3. Notice of the existence of vacancies will be posted in the appropriate department working 
area promptly after the vacancy comes into existence, and such notice shall remain posted 
for fourteen (14) calendar days or until a replacement has been recommended by the 
Executive Director, whichever occurs M. The Executive Director will give 
consideration to any qualified existing Employee who indicates hidher interest in a 
particular vacancy. 
4. Criteria for promotions to higher titles shall be based on qualifications and seniority. 
Vacancies in new and existing positions shall be posted. 
5. Civil Service Test notices shall be posted by CSEA, in full view of all the Employees 
throughout the Authority as quickly as received. The Executive Director shall 
acknowledge that he or she has received the notices. 
F. UNION BUSINESS. 
1. All CSEA unit officers shall be allowed the time necessary to conduct union business in 
accordance with past practices. 
2. In accordance with past practice, all Authority maintenance employees can purchase 
safety shoes h m  the vendor doing business with the Town of North Hempstead. 
Maintenance employees will be allowed to purchase safety shoes fiom the vendors 
catalog and shall be reimbursed upon submitting a receipt for the purchase to a maximum 
of $95.00 annually. The Authority shall supply a maximum of five (5) shirts and three 
(3) pants annually. 
3. The Executive Director must submit work rules and vacation limitations to thk Union 
each year. These work rules and vacations policieslmust not triolate any provision of the 
Agreement. 
4. A study committee is to be established to research the possibility of prepaid long term 
disability insurance for the Employees. This would be a separate policy in addition to the 
State Disability. The Executive Director, the Union and the Board must approve any 
proposals coming fiom this study. 
5. At no cost to the Employer, there will be an acceptance of CSEA, Inc.'s Employee 
Assistance Program concerning drug and alcohol problems among the Employees. 
DRESS CODE. 
All Employees shall dress in a manner appropriate to their job responsibilities. Any Employee 
unsuitably dressed may be sent home and have the lost , b e  deducted from hidher salary. For 
every Employee who is supplied clothing by the Authority, the Authority will provide $35 per 
year as a cleaning allowance, payable by July 1, in place of any clothing service provided or paid 
for by the Authority. 
PAYROLL CHANGE. 
The Association shall pay to the Authority the actual cost of any payroll deduction changes 
requested by the Association. 
The Employer agrees to maintain the following payroll deductions: CSEA sponsored-Employee 
insurance and legal aid plans; and, Employee credit union and deferred compensation plan. 
CREDIT UNION. 
Each Employee will be allowed, in each year, two (2) trips of one (1) hour each to the credit 
union office. The Executive Director shall receive two (2) days' notice and may delay release of 
employee, for good cause, for not more than one (1) week. 
COFFEE BREAKS. 
There shall be two (2) coffee breaks per day, which shall be meen (1 5) minutes each in 
duration. The first one shall be taken between the beginning of the workday and lunch The 
second one shall be taken between lunch and the end of the workday. The exact times shall be at 
the discretion of the Executive Director. Any Department, which has engaged in break practices, 
which are considered equivalent, may remain that way. 
K. AUTHORITY VEHICLES. 
All Authority vehicles assigned to Employees covered under the Agreement shall be utilized 
during the workday and returned upon the completion of such. 
An Employee may take such vehicle home overnight only at the discretion and with the 
authorization of the Executive Director. 
L. UNION-MANAGEMENT QUALITY COMMITTEE. 
The CSEA-Management Committee will also service as a Quality Management Committee. 
This committee will serve as a Union-Management partnership designed to recommend, discuss 
and review improvements and innovations to improve the quality, efficiency and effectiveness of 
services offered by the Housing Authority and to promote a cooperative working relationship 
between the Union and the Employer. 
M. L.E. A.P. EDUCATIONAL PLAN. 
The Authority will reimburse an employee for 50% of the cost of a course or courses taken as 
part of the LEAP Education Program, up to a maximum of $500 for an Employee in a single 
year, provided that the course is job related and is approved by the Executive Director. An 
employee may appeal the Executive Director's denial of approval for a course to the Board, 
whose decision shall be £id. The Authority shall pay the school its share of the cost upon 
approval, if requested by the Employee. If the Employee fails to obtain a grade of at lease "C" in 
the course, or fails to provide proof of his or her grade to the Authority within 90 days of the end 
of the course, the Authority shall not be obligated to reimburse any part of the cost, or shall be 
entitled to repayment of any reimbursement already provided. The course and all work needed 
for the course will be on the employee's own time. 
N. BLOOD DRNES. 
. . 
'The Authority's current practice of allowing an Employee four (4) hours off to donate blood in a 
Town-sponsored blood.drive shall be continued. The four hours shall include the time during 
which the donation is made. 
0. AMERICANS WITH DISABILITIES ACT. 
The provisions of this Agreement shall be interpreted so .as to allow accommodations under the 
Americans With Disabilities Act notwithstanding any provision of this Agreement. 
Section XVII. Partial Invalidity. 
If any provision of the Agreement becomes invalid or unenforceable by virtue of any legislation or 
court decision, it shall not affect the remaining provisions of the Agreement, and they shall remain in 
full force and effect as though the invalid or unenforceable provision had not originally been 
included. 
Section XMTI. Zipper Clause. 
This Agreement constitutes the complete and entire agreement between the parties, and concludes 
collective bargaining between the parties for its own tern. The Agreement supersedes and cancels 
all prior practice and agreements, whether written or oral, unless expressly stated in this Agreement. 
The parties acknowledge that during the negotiations which resulted in this Agreement, each had 
unlimited right and opportunity to make demands and proposals with respect to any subject or matter 
not removed by law from the area of collective bargaining, and that the understandings and 
agreements arrived at by the parties after the exercise of that right and opportunity are set forth in 
this Agreement. 
Therefore, the Employer and the Union, for the duration of this Agreement, each voluntarily and 
unqualifiedly waives the right and each agrees that the other shall not be obliged, to bargain 
collectively with respect to any subject or matter referred to, or covered in this Agreement, even 
though such subjects or matters may not have been within the knowledge or contemplation of either 
or both of the parties at the time they negotiated or signed this Agreement. 
Section XIX. Statement Pursuant to Section 204-a of the Civil Service Law. 
IT IS AGREED BY AND BETWEEN THE P.ARTIES THAT ANY PROVISION OF THIS 
AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS IMPLEMENTATION 
BY AMENDMENT OF LAW OR BY PROVIDING THE ADDITIONAL FUNDS THEREFORE 
SHALL NOT BECOME EFFECTIVE, UNTIL THE APPROPRIATE LEGISLATIVE BODY HAS 
GIVEN APPROVAL. 
Section XX. Term of Ameement, 
This Agreement shall commence January 2005 and terminate December 3 1,2009. 
IN WITNESS WHEREOF, the parties hereto have caused this Agreement to be executed by 
their officers the day and year first above written. 
TOWN OF NORTH HEMPSTEAD 
HOUSING AUTHORITY 
1. 
. By: 
y&airpef&h of the Board of 
Commissioners 
WITNESS: 
CSEA, INC., LOCAL 1000, AFSCME 
AFLCIO, REGION I NASSAU 
MUNICIPAL EMPLOYEES #882 
TOWN OF NORTH HEMPSTEAD 
HOUSING AUTHORITY UNIT #7jU!3 
CSEA, Inc. Region I 
By: 
&arc cox 
w - -  
Unit President 
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APPENDIX A 
MEDICAL, DENTAL AND OPTICAL BENEFITS 
New employees will not receive my  such benefits until their initial probationary period 
of six months has expired. 
Any Employee who begins employment on the 1 5 ~  of a month, or before, will be 
considered starting on the 1" of that month and any Employee who begins employment 
after the 15' of a month will be considered starting on the first day of the month, 
following the end of the six month probation. 
Employees hired by the Authority after March 1,1996 for a position entitled to health 
benefits, will contribute nine percent (9%) towards the total cost to the Authority of 
supplying medical, dental and optical benefits to them and their dependents (if any). 
New employees hired on or after January 1,1996, shall not be eligible for coverage or 
buyouts if eligible for coverage under a substantially equivalent plan regardless of 
contribution by the person providing coverage. 
Employees hired by the Authority on or after December 18,2006 for a position entitled to 
health benefits shall contribute 15% towards the total cost to the Authority of supplying 
medical, dental and optical benefits to them and their dependents (if any). 
Effective December 31,2009, all Employees hired on or before March 1,1996 shall 
contribute $250 per year toward the total cost to the Authority of supplying medical, 
dental and optical benefits to them and their dependents (if any). These contributions 
shall be deducted fiom Employees' paychecks commencing with the first pay period in 
2010. 
current dental plan. 
The Authority will make reasonable, good faith efforts to have available to new 
Employees, as well as to current Employees at such a time as a switch in coverage is 
allowed, an "HMO" option(s) for medical benefits which will have a lower premium cost 
to the Housing Authority than the Empire Plan. Any employee hired after March 1,1995 
for a position entitled to health benefits who chooses (either when first becoming eligible 
for health benefits, or at a subsequent date when a switch in coverage is allowed) an 
"HMO" for medical benefits which has a lower cost to the Authority than the Empire 
Plan shall be entitled to have the savings to the Authority credited to health benefit costs 
as set forth in sub-paragraph (3) above. If the amount of the savings is equal to or greater 
than what would otherwise be the dollar amount of contribution to be paid by the 
Employee, the Employee will not have to make any contribution. In no event will any 
Employee be entitled to any payment from the Authority for choosing an ''HMO'' option. 
If the HMO option selected by the Employee includes dental coverage, then the 
comparison to the Authority's premium costs for purposes of reducing or eliminating the 
contribution by the Employee will be made to the costs of the Empire Plan combined 
with the current dental plan, and the Employee will both be enrolled in the Authority's 
(5) Employees hired on or before March 1,1995, for a position entitled to health benefits, 
will retain their right to fidly paid coverage for themselves and dependents, with the 
modifications to the dental benefits and optical benefits in sub-paragraphs (6) and (7) 
below. Any such employee, who chooses an "HMO" option for medical benefits that has 
a lower premium cost to the Authority than the Empire Plan, will be entitled to receive 
one-half of the savings to the Authority. Lf the HMO option includes dental coverage, the 
savings will be calculated by comparison to the Empire Plan plus the current dental plan. 
(6) Dental benefits: The maximum annual coverage per year (through ClBNA plan) is 
$2,250.00, and the maximum lifetime benefits for orthodontia is $2,250.00. The present 
deductibles are $50.00 per person and $150.00 per family. 
(7) Optical benefits (through CIGNA plan) are $100.00 per year. 
(8) It is understood by the parties, that all Employees who retire, resign or are terminated 
fiom the Authority (referred to as 'Tormer Employer") shall receive the same medical 
coverage as active employees, and such coverage shall be l l l y  paid by the Authority for 
retirees and their dependents provided that certain conditions are in conformity with the 
practice stipulated below: 
(9) Medical coverage at retirement, resignation or termination defined: 
(a) Any employee who has completed 10 years of service with the Authority and can 
retire shall be entitled to receive fully covered family medical benefits. Any 
employee who has five years of service with the Authority and has reached the age of 
70 years and can retire shall be entitled to self-coverage in retirement. 
(b) Any employee who is terminated by the Authority with 10 years or more of service, 
five years or less fiom the retirement age and is vested, shall be entitled to family 
medical overage at retirement age provided there isn't a break in the continuity of 
such medical coverage during the ensuing period. 
(c) COBRA - To the extent required by law, the various features of the Consolidated 
Omnibus Reconciliation Act of 1985 (COBRA) are available to affected employees, 
spouses, former spouses andfor their dependents as the same are defined in the Act 
and implementing regulations. Affected employees, spouses, former spouses and 
their dependents are entitled to continued group health and dental insurance cobrage 
upon the payment of the premiums of such coverage and the maximum payment of 
the premiums for such coverage and the maximum administrative cost in accordance 
with the terms and provisions of COBRA and implementing regulations. 
(d) At such time as a 'Tormer Employee" (i.e., an Employee eligible for medical 
coverage under subdivisions 8 and 9 above) is or becomes eligible to receive 
Medicare as a primary carrier, the Authority shall be entitled to provide the Former 
Employee with a Medicare supplement policy rather than the Empire Plan, provided 
that the benefits available through the combination of the Medicare and the Medicare 
supplement policy are, on an overall basis, substantially equal to or better than the 
benefits which would be provided through the Empire Plan. The particular Medicare 
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supplement plan to be purchased by the Authority will be reviewed and can be 
rejected by the CSEA-Management Committee. If, at such time as the Former 
Employee becomes eligible for Medicare as a primary carrier, hdshe has a dependent 
entitled to benefits who is not eligible for Medicare, the Authority, at its option, can 
provide either family coverage through the Empire Plan, or a Medicare supplement to 
the Former Employee and individual coverage through the Empire Plan for the 
dependent. Conversely, if the Former Employee is not eligible for Medicare, but his 
or her only dependent is, the Authority can purchase a Medicare supplement policy 
for the dependent and an individual Empire Plan coverage for the Former Employee. 
If the Former Employee has a dependent and both the Fonner Employee and the 1 
dependent are eligible for Medicare, the Authority may purchase a Medicare 
supplement plan covering both, in place of the Empire Plan. 
(e) A Former Employee not eligible for Medicare can choose an HMO option for 
medical benefits on the same terms set forth above in subparagraph (5) applicable to 
current employees. The same will -apply when the Former Employee is eligible for 
Medicare but has a dependent that is not, and the Authority is purchasing individual 
coverage for the dependent. Under no circumstances, however, shall a Former 
Employee be entitled to any share of any savings realized by the Authority through 
utilization of a Medicare suppIement policy. 
(f) If at the time of death of a Former Employee, he or she is survived by a spouse, the 
Authority will pay 50% of the premium to continue individual medical coverage for 
the surviving spouse. If the suryiving spouse is eligible for Medicare, the premium 
can be a Medicare supplement policy as  set forth above. If at the time of death of the 
surviving spouse, he or she is survived by a qualified dependent of the Former 
Employee for whom there has been continuous coverage under the Authority's 
medical plan (at the wst of the surviving spousddependent), the Authority shall pay 
50% of the premium to continue individual medical coverage for the qualified 
dependent for as long as such person remains a qualified dependent. If at the time of 
death of the Former Employee, he or she is not survived by a spouse but is survived 
by a qualified dependent, the Authority shall pay 50% of the premium to continue 
individual medical coverage for the qualified dependent for as long as such person 
remains a qualified dependent. This Section shaU not obligate the Authority to pay 
one-half of the cost of family coverage at any time after the death of the Former 
Employee. 
(1 0) Any employee who presents prwof to the satisfaction of the Executive Director that he or 
she had adequate health insurance coverage shall be permitted to withdraw fi-om the 
Authority's coverage. Such employees will be entitled to receive $2,500.00 for those 
covered in the family plan, or $750.00 for those covered in the individual plan, payable in 
two equal payments per year. In addition, a third category is established, to provide for 
payment of $1,500.00 to employees eligible for family coverage who, rather than opting 
out of coverage entirely, opt instead only to receive individual coverage. Employees'who 
exercise this option are entitled to reinstatement in the Empire Plan during the Annual 
Option Transfer period. 
(1 1) Employees may elect to opt out of the Dental Plan, and receive payment as follows: 
eligible for single coverage and opt out - $150.00; eligible for family c0verage.a.d opt 
out - $300.00; eligible for family coverage and opt for only individual coverage - 
$200.00. All amounts are per year, payable in two (2) equal installments. 
MEDICAL BENEFITS 
The current Medical Benefits available to all employees are: 
1. a) EMPIRE PLAN - Hospitalization provided by Blue Cross. Comprehensive 
Medical Coverage provided by Metropolitan Life Insurance Company. 
Prescription coverage provided by Equitable Insurance Company and 
administered by Paid Prescription. 
i) An Excess Medical Coverage Program provided by First 
Rehabilitation Insurance Company providing $1,000,000 
Medical Expense Plan, Vision Care Benefits, In-Hospital 
Cash Benefits and a Co-Insurance Reimbursement Benefit. 
b) HEALTH MAlNTFNANCE ORGANIZATION PLANS: 
H.I.P./H.M.O., CHOICE CARE H.M.O. 
OPTICAL PLAN 
(effective as o f  January 1,1995) 
Optical Benefits will be provided by Connecticut General Insurance Company. The 
maximum benefits received by an employee in one calendar year are $100.00. 
In addition, the Employer shall provide family option benefits through Co~ect icut  General 
Insurance Company, the maximum benefits received by an employee for family coverage in one 
calendar year is $1 00.00. 
Also, the FirstRehabilitation Family Optical Benefit will remain at the same benefit level, 
once per year: 
DENTAL PLAN 
(effective as of January 1,1995) 
Dental Benefits will be provided by Connecticut General Insurance Company as shown on the 
chart. In addition, the employee should note the following: 
1) The $50.00 deductible per person ($150.00/family) is a combined deductible for all 
dental charges in a calendar year including orthodontia 
2) The maximum of $2,250.00 per persodyear is a total for all expenses listed in Class I, 
II, and IU. Class IV is $2,250.00 per person~lifetime. 
3) Should an employee, who is covering hidher eligible dependents, die, coverage will 
continue for hidher eligible ckpendents for two (2) years at no cost to the survivors. 
Coverage will terminate should the spouse remarry prior to the expiration of two (2) 
years. 
DENTAL EXPENSE BENEFITS 
Reasonable and Customary Approach 
DEDUCTIBLE AMOUNT $SO/Individual $1 SO/Family 
PREVENTIVE BASIC MAJOR 
(Class I SVCS) (Class IT Svcs) (Class m Svcs) 
90% 80% 80% 
Diagnostic: *General 
*Oral Exam Anesthesia 
*Radiographs 
*Test and *Restorative 
*Lab Exams (Basic) 
*Emergency Treatment Amalgam 
Silicate 
Acrylic 
preventive: 
*Prophylaxis *Endodontics 
*Fluoride Treatments 
*Space Maintakers *Periodontics 
ORTHODONTIA 
(Class IV Services) 
80% 
*Installation of: 
- Dentures (Full) 
- Dentures (Partial) 
- Fixed Bridgework 
*Crowns 
*Prosthodontics 
Maintenance 
*Oral Surgery 
10% Copayment* 20% Copayment* 20% Copayment* 20% Copayment** 
Children to age 19 
Student to age 23 
(Effective as of 1-1-95) 
* Calendar Year Maximum Amount - $2,250.00 Per Person 
** Lifetime Maximum Amount -- $2,250 Per Person I- 
NORTH HEMPSTEAD CODE 
APPENDIX B 
ARTICLE VXII 
Sewal Harassment Policy 
Sub-Section 23-1 7.1. Introduction. 
A) Purpose. The purpose of this policy is to protect every employee's right to be fkee 
fiom sexual harassment in the workplace. The Board recognizes that sexual harassment in the 
workplace is not only an offensive working condition, but also violates the New York State Human 
Rights Law Pxecutive Law sub-section 290 et seq.) and is an unlawful employment practice under 
Title VII of the Civil Rights Act of 1964. 
B) Scope of policy. Sexual harassment in the employment environment is a condition, 
which is not only obnoxious and harmful to its victims, but also costly to the employer in its impact 
on employee productivity and morale. Every Authority employee is entitled to a working 
environment fiee fiom sexual harassment, and all Authority personnel are hereby advised that sexual 
harassment will not be tolerated within the workplace. Disciplinary sanctions will be enforced 
against any Authority employee who is found to have engaged in prohibited conduct, as defined 
herein, and against any Executive Director who knowingly permits such conduct by employees 
under his ar her supenision. The Authority shall conduct awareness training for all employees. 
Department heads and s u p e ~ s o r y  employees shall take affirmative steps to ensure that all 
employees are informed of the Authority's policy on sexual harassment, to assist employees who 
complain of prohibited conduct and to maintain in each office a working environment fkee fiom 
sexual harassment. 
Sub-section 23- 17.2 GOVERNMENTAL DEPARTMENTS. 
Sub-Section 23-1 7.2. Prohibited Conduct. 
A) "Sexual harassment," for the purpose of this local law, is hereby defined as any unwelcome 
sexual advances, requests for sexual favors and other verbal or physical contact of a sexual nature 
when: 
1) Submission to such conduct is made either explicitly or implicitly a t e m  or condition 
of an individual's employment; 
2) Submission to or rejection of such conduct by an individual is used as a basis for 
employment decisions affecting such individual;. or 
3) Such conduct has the purpose or effect of unreasonably interfering with an 
individual's work performance or creating an intimidating, hostile or offensive 
working environment. 
B) Sexual harassment shall include conduct as described above by any officer or employee, 
whether or not in a supervisory position over the victim. The conduct need not be a condition or 
requirement for continued employment, promotion or other tangible employee benefit; sexual 
harassment shall include conduct, which interferes with an individual's job performance by creating 
an offensive working environment. 
Sub-Section 23-1 7.3. Persons Covered. 
A) Employees. For the purposes of this policy, an "employee" is defined as an individual 
employed by the Authority, on or off duty. 
B) Other individuals. Sexual harassment by an onduty employee toward another individual not 
an Authority employee shall be deemed to violate this local law when such conduct is used 
either explicitly or implicitly as a term or condition of such individual's application 
for a grant of approval or information or is used as a basis for a decision affecting an 
individual's application for a grant of approval or information. 
C) Vendors. The Authority will not tolerate any instance of sexual harassment by a vendor 
against any Authority employee and will take all legally permissible steps to redress any 
such conduct. 
Sub-Section 23-1 7.4. Grievance Procedure. - 
A) Complaints. 
2omplaints of sexual harassment may be directed to the appropriate department head 
Ir in writing to the Executive Director or hidher .designee. Complainants are 
ncouraged to consult initially with their respective department heads to attempt 
nfonnal resolution, but fdure to do so will in no way limit the right to utilize the 
hthority grievance procedure initially or thereafter if resolution cannot be 
tccomplished through the department head. Complaints made initially to the 
lepartment head, which are not informally resolved to the satisfaction of the 
:omplainant, shall be referred to the Executive Director. Complaints shall be made 
vithin one year after occurrence of the alleged prohibited conduct. 
2) All complaints of sexual harassment and information and proceedings relating thereto 
shall be kept in strict confidence except as otherwise specified herein. 
3) Nothing herein shall limit a complainant's right to pursue any other legal remedy 
available to him or her. 
B) Investigation. 
1) The Executive Director shall, in a timely manner, conduct an investigation of the 
complaint, interviewing appropriate persons, examining relevant records and 
consulting with and utilizing any appropriate Authority staff. 
2) If the Executive Director deems it appropriate, the parties to the complaint may be 
brought together to attempt an informal resolution of the complaint in a manner 
satisfactory to both parties. 
3) Both the complainant and the person against whom the complaint is made shall be 
permitted to have counsel or other representatives present at any interview or other 
proceedings. 
C) Executive Director's Recommendation. 
1) Upon conclusion of the investigation and within ninety (90) days after the complaint 
is brought, the Executive Director shall make a written recommendation to the Board, 
which shall be one (1) of the following: 
a) A recommendation of a hd ing  that no prohibited conduct has occurred; 
b) A recommendation that material facts in dispute be resolved by conducting a 
formal hearing; or 
c) A recommendation of a finding that no facts are in dispute and that prohibited 
conduct has occurred. 
2) Copies of the counsel's written recommendation shall be mailed to the complainant 
and the party against whom the complaint was made. 
D) Action by the Board. 
1) The Board may, but need not, adopt the Executive Director's recommendation. The 
Board may adopt the Executive Director's recommendation of a h d h g  that 
proh'bited conduct has occwed and proceed under sub-section G of this section. The 
Board may adopt the Executive Director's recommendation of finding of no cause 
and issue a written determination dismissing the complaint. 
2) The Board shall also be fiee to pursue mediation or alternative dispute resolution, 
including requiring informal appearances by the parties or witnesses. 
E) Hearing. Upon adoption of the Executive Director's recommendation to conduct a formal 
hearing or upon written request of a party accompanied by a showing of material facts in 
dispute, the Board or its designee shall conduct a formal hearing. Such hearing shall provide 
a fair opportunity for parties and witnesses to be heard, shall be conducted so as to do 
substantial justice between the parties according to the d e s  of substantive law and shall not 
be bound by statutory provisions or rules of practice, procedure, pleading or evidence. At the 
conclusion of such hearing, the Board or its designee shall issue a written statement of 
findings of fact andconclusions of law, including a determination as to whether or not 
prohibited conduct has occurred. 
F) Record. The record maintained with respect to each complaint of sexual harassment shall 
contain the written complaint; any written statement produced during the investigation; the 
recommendation of the Executive Director, if a formal hearing is conducted, a record thereof 
in a form determined by the Board; the Board's statement of findings of fact and conclusion 
of law; and the Board's written determination. Such record shall be available to either party 
or the designee thereof. 
. . 
G) Discipline sanction. Conduct, which is found to violate this local law, shall be deemed a 
serious violation of Authority policy and shall be the basis for disciplinary action as set forth 
herein. The disciplinary action shall be in accordance with a graduated schedule of penalties 
and disciplinary actions to be assessed and instituted by the Executive Director in accordance 
with the severity andfor repetitiveness of b y  hding and determination of sexual harassment 
and shall include one or more of the following: 
1) Verbal reprimand to be noted in the offender's personnel file. 
2) ' Written reprimand to be included in the offender's personnel file. 
3) Transfer as a result of a satisfactory informal resolution procedure or as a sanction 
prior to the completion of a Sub-section 75 Civil Service Law hearing or a formal 
hearing. 
4)' Demotion in grade and title. 
5) Suspension without pay for a period not exceeding two (2) months. 
6) .Fine not to exceed $100 to be deducted h m  the salary or wages of such employee. 
7) Dismissal of the offender. 
H) ' Should the procedures set forth herein be inconsistent with the disciplinary procedures-under 
a collective bargaining agreement in effect for the Authority, any additional requirements 
provided for avered employees in such collective bargaining agreement -must also be 
satisfied. 
Sub-Section 23.17.5. No Retaliation 
No Authority employee shall be subject to retaliation or diskrimination in any form as a 
result of bringing a complaint or testifying or assisting in a grievance brought pursuant to the 
procedure set forth herein. 
Sub-Section 23-17.6. Dissemination. 
A copy of this policy shall be included in the employee information provided annuallyy as an 
insert with Authority paychecks, and shall be otherwise disseminated as the Board may direct 
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DRUG AND ALCOHOL POLICY 
APPENDIX D 
Drug and AIcohol Policy 
The use of illegal controlled substances or alcohol by maintenance employees adversely 
affects the Housing Authority's ability to safely deliver services, impairs the efficiency of the 
work force, endangers the safety of employees and the public and undermines public trust. 
The Housing Authority and the Union, therefore, agree that the use, sale, distribution or 
possession of illegal controlled substances or alcohol by any maintenance employee while 
on duty is prohibited. The Housing Authority and the Union also agree that maintenance 
employees are prohibited h m  being under the influence of illegal controlled substances or 
alcohol while on duty. Maintenance employees in violation of this policy are subject to 
disciplinary action, up to and including discharge. 
2. Unless otherwise noted, all discipline under this policy shall be in accordance with applicable 
provisions of the collective bargaining agreement or Civil Service Law. 
3. Based on reasonable suspicion, members of the maintenance staff who operate motorized 
equipment or motor vehicles that require a license shall be subject to urinalysis testing for 
illegal controlled substance use or breathalyzer testing for alcohol use. Any maintenance 
employee who refuses to submit to testing or who r e h e s  to cooperate with the testing 
procedures may be subject to discipline, including discharge. Attempts to alter or substitute 
the testing specimen will be deemed a refusal to take the test. 
Prior to implementation of reasonable stispicion testing, the Authority shall provide 
training to supervisory personnel who may be called upon to determine if reasonable 
suspicion exists to test an employee under this Policy. The required observations for 
reasonable suspicion shall be made only by those supervisors or Authority 
representatives who have received at least 60 minutes of training on controlled 
substance use and at least 60 minutes of training on alcohol misuse. The training 
shall cover the observation, detection and proper documentation of maintenance 
employees7 actions, which would lead to reasonable suspicion to direct a maintenance 
employee to be tested under this policy including, but not limited to, physical, 
behavioral, speech and performance indicators of probable alcohol misuse and use of 
controlled substances. 
The order to submit to testing must be justified by a reasonable iuspicion that the 
maintenance employee is or may be under the influence of illegal controlled 
substances or alcohol while on duty, or is engaging in the use, sale, distribution or 
possession of illegal controlled substances or alcohol while on duty. 
While the ccreasonable suspicion" standard does not lend itself to precise definition or 
mechanical application, vague or unparticularized or unspecified or rudimentary 
hunches or intuitive feelings do not meet the standard. 
Reasonable suspicion is the quantum of knowledge suflicient to induce an ordinarily 
prudent and cautious person to act under the circumstances. Reasonable suspicion 
must be directed at a specific person and be based on specific and articulable facts 
and the logical inferences and deductions that can be drawn from those facts. 
e. Reasonable suspicion may be based, among other things, on the following: 
1. Observable phenomena, such as direct observation of drug or alcohol use or 
possession andlor physical symptoms of being under the influence of drugs or 
alcohol; or 
2. A pattern of unusual or abnormal conduct or erratic behavior (e.g., 
unexplained excessive absenteeism, lateness or early leaves). 
3. Arrest or conviction for a drug-related offense after the date of hire or the I 
identification by law enforcement personnel of an employee as the focus of a 
criminal investigation into illegal drug possession, use or trafficking; or 
4. Information provided by a reliable and credible source coupled with #1 andlor 
#2 above; or 
5. Newly discovered evidence that the maintenance employee has tampered .with 
a previous drug or alcohol test. 
f. Disputes concerning the matter of reasonable suspicion to order a test shall be subject 
to review by way of the contract grievance procedure. Such dispute shall be 
incorporated with any grievance filed concerning discipline resulting fkom such 
testing. 
g. The decision to test a maintenance employee shall be made by the Executive Director, 
or, in hidher absence, hidher designee, in accordance with the standards discussed 
above. 
h. It is intended that wherk a decision is made to test, the maintenance employee will be 
given a direct. order to submit to the test and advised of hidher right to have a Union 
Representative present for such testing, but the test shall not be delayed more than 
one (1) hour to accommodate the presence of a Union official, and the Union shall be 
notified of such order. The test shall be conducted immediately thereafter. The 
maintenance employee shall be given a brief verbal statement of the basis of 
reasonable suspicion. 
i. For purposes of reasonable suspicion only, where reasonable suspicion is based on 
information provided by a confidential informant, defined as an employee or agent of 
a government law enforcement agency or the maintenance employee's department, 
the identify of the source need not be disclosed at the time of the test, except for the 
name of the governmental law enforcement agency involved, if any. 
4. The sample collection process shall be confidential with due.regard for the dignity and 
privacy of the maintenance employee as described herein. There shall be no direct 
observation of giving of urine specimens, unless there is reason, to believe that the specimen 
may be tampered with, in which event direct observation shall be made by a person of the 
same gender as the maintenance employee giving the specimen. The maintenance employee 
shall cooperate with the requests for information concerning use of medications and 
acknowledgment of giving the specimen. 
Specimens shall be collected under the supervision of a monitor designated by the Housing 
Authority. The sample shall be divided into two (2) aliquots. The maintenance employee 
shall provide a suEcient amount of the sample to allow for an initial screening, and 
c o ~ a t o r y  test, and for later testing if requested by the employee. In the event an 
imuflicient sample is produced, the employee's ability to have a second test performed may 
be adversely impacted. The monitor shall mark and seal the specimen to preserve its chain of 
custody. Thereafter, the specimen shall be transported to the testing laboratory in a manner, 
which shall insure its integrity and chain of custody. The National Institute on Drug Abuse 
(NIDA) of the Department of Health and Human Services shall certify the laboratory 
selected to perform testing. One sample shall be used for purposes of testing by the 
laboratory and the second sample shall be maintained by the laboratory in accordance with 
recognized procedures for purposes hereinafter described. 
6. For drug testing, initial urinalysis testing shall be conducted by means of an enzyme 
multiplied immunoassay test (EMIT). All specimens identified as positive on the initial test 
shall be confinned using a gas chromatography/mass spectrometry test (GC/MS). For those 
drugs for which NIDA standards exist, a test shall be deemed positive for the presence of 
drugs in accordance with such NIDA standards. The laboratory shall report as negative all 
- specimens, which are negative on either the initial test or the codkmatory test. Only 
specimens who test positive on both the initial test and the confirmatory test shall be reported 
as positive. The Housing Authority will pay for alI tests conducted pursuant to this 
procedure. 
7. For alcohol testing, the maintenance employee shall submit to a breathalyzer test to be 
administered by an agent designated by the Housing Authority. Such test results shall be 
given the same weight as provided under applicable provisions of the New York State 
Vehicle and Traffic Law. 
8. Drug test results shall be forwarded fiom the testing laboratory to a Medical Review Officer 
(MRO) or the staff of the MRO. The MRO shall be designated by the Housing Authority and 
must be a licensed physician with knowledge of substance abuse disorders and the 
appropriate medical training to interpret and evaluate test results. 
9. The MRO shall analyze the test results. If the MRO receives a positive test result, he shall 
interview the individual in question, review the individual's medical history, and review 
other relevant biomedical information. The MRO will evaluate these factors to determine 
whether a justification exis& for the positive test result. Evidence to justifl a positive test 
result may include, but is not limited to, a valid prescription or verification from the 
individual's physician verifying a valid prescription. If the MRO determines that 
justification exists, the test result will be treated as a negative test result and may not be 
released for purposes of identifying illegal drug use. The MRO shall then forward all test 
results to the Executive Director. 
Urine samples shall be maintained by the Housing Authority's designated laboratory in 
accordance with appropriate procedures for a period of six (6) months following the test. 
After a maintenance employee receives notice from the Housing Authority of a positive test 
result, the maintenance employee may make a written request to the Executive Director 
within 14 calendar days to have the second sample tested at a different laboratory duly 
licensed by NIDA. The maintenance employee shall be responsible for all costs related to 
transportation and testing and for preservation of the chain of custody. The laboratory shall 
deliver the test results to the maintenance employee and the Executive Director. Testing and 
positive results will be in accordance with paragraph 6 above. 
In the event the test procedures reveal the presence of illegal controlled substances or their 
metabolites or alcohol, such maintenance employee may be subject to discipline, including 
discharge. However, in the first instance of such positive drug or alcohol test, any 
disciplinary charges may be suspended in the Housing Authority's sole discretion if the 
maintenance employee agrees in writing to complete counseling and treatment on hidher 
own time for such illegal controlled substance use or alcohol use in a program jointly agreed 
to by the Housing Authority and the Union. The maintenance employee shall agree, as a 
condition to the suspension of the disciphary charges, that if he or she fails to attend or 
complete the program, he or she shall be immediately disciplined. The maintenance 
employee shall also agree, as  a condition to the suspension of the disciplinary charges or 
penalty, that for a period of one year following the completion of treatment, he or she shall 
be subject to periodic random testing for illegal controlled substances and/or alcohol, and that 
if he or she completes counseling and treatment, but tests positive for illegal controlled 
substances or alcohol during such one (1) year period, the Housing Authority may reinstitute 
the suspended charges, in addition to preferring new charges. Upon completion of treatment, 
as outlined above, and the one-year period, the original disciphary charges or penalty shall 
be considered resolved. The record of such charges and their resolution (the charges, the 
answer, and the stipulation) shall remain in the maintenance employee's file as per the 
provisions of the collective bargaining agreement regarding the retention of derogatory 
documentation in a maintenance employee's personnel file, unless the parties otherwise 
agree. 
